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shall serve a probationary period of six months commencing
on the date of employment. Persons entering county service
in the sheriff's department shall serve a probationary period
of one year commencing on the date of employment.

B. The department head or appointing authority of
each probationary empioyee shall evaluate the performance
of said employee as frequently as necessary 10 ascertain
whether said employee has been properly performing the
duties and responsibilities required of said employee. There
shall be no less than three evaluations of the performance
of each probationary employee within the six-month proba-
tionary period, said evaluations to be completed at least
Five working days prior to the completion of each successive
two-month working period commencing from the date of
appointment. Should the department head or appointing
authority find that any probationary employee has not
successfully performed the duties and responsibilities
required of said employee during the two-month period
immediately preceding the evaluation, such probationary
employee shall be immediately terminated.

C. Upon successful completion of the probationary
period an employee shall be granted permanent status unless
the probationary period of said employee is extended by
the department head or his appointing authority; provided,
however, the probationary period may not be extended for
a period of time in excess of six additional months from
the day on which the probationary period would normally
terminate.

D. Probationary employees may be terminated without
cause at any time during the probationary period. A proba-
tionary employee, upon termination, has no right of appeal.
(Ord. 91-1, 1990; Ord. 78-425-1 § 1 (part), 1978: Ord.
72-425 § 5(M)(4), 1972.)

2.68.220 Disciplinary action—Generally.

An employee who has attained permanent status, except
as otherwise provided herein, may be disciplined by his
department head for reasonable cause only. In all cases
of disciplinary action except oral reprimand, the department
head shall prepare an order in writing stating specifically
the cause for discipline. (Ord. 78-425-1 § 1 (part), 1978:

Ord. 72-425 § 5(M)(5). 1972.)

2.68.230 Disciplinary action—Causes. |
A. An appointing authority or departnent head may,

for cause, impose discipline on any employee who has -

altained permanent status.

B. The following shall be deemed cause for disciplinary
action:

1. Fraud in securing appointment which shall include,
hut not be limited to, misrepresentation of any material

“ 2t in any written or oral application for work with
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Mono County; failure to possess any. license or-certificate
necessary to the performance of the dutes and functions
required by the job for which the person is applying; and
failure to possess any special skill or ability that may be
required by the position for which the person is applying;

2. Incompetence or inefficiency (herein defined to
include, but not be limited to. any neglect of duty and/or
failure to meet reéasonable work performance standards
and requirements);

3. Inexcusable neglect of duty;

4. Insubordination which is herein defined to include,
but not be limited to, the refusal or wilful failure to follow
2 reasonable order of a superior; and the wilful failure or
refusal 1o perform a particular duty, function or responsibili-
ty required by the position of employment;

5. Dishonesty which is defined herein to include, but
not be limited to, any unauthorized possession or use of
property not belonging to the employee, which unauthorized
use or possession arises out of, or is in any way related
to, the position of employment held by the employee:

6. The use or possession of alcoholic beverages while
engaged in the performance of duties and/or responsibilities
pursuant to employment by the county;

7. The use, while engaged in the performance of duties,
functions or responsibilities pursuant to employment with
the county, of drugs, narcotics or medications such that
the performance of those duties. functions and responsibili-
ties by the employee is impaired or such that the safety
of other persons or property is impaired or adversely
affected;

8. The possession of controlled substances as defined
by the Health and Safety Code of the state, while engaged
in the performance of duties, functions and responsibilities
pursuant to employment with the county, such that posses-
sion constittes a violation of the laws of the state;

9. Conviction of a felony or conviction of a misde-
meanor involving moral turpitude. Conviction shall be
defined to include a plea of nolo contendere;

10. Persistent, abusive or discourteous treatment of the
members of the general public or fellow employees;

11. Political activity during working hours or in the
name of the county; wilful violation of any county ordinance
or lawful department rule, regulation or policy;

12. Wilful misuse of county property or damage to
county property resulting from misuse or negligence;
persistent failure by an employee to take treatment or
corrective measures for a disqualifying physical or mental
condition identified in a periodic or special medical exami-
nation;

13. Publication of inaccurate or false information '
concerning the county, its officers or employees, which

{Mone County Supp. 1)
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is of such a narure as to bring discredit to the county or
its officers and employees.

14. Misrepresenting oneself as a spokesman for the
county in such 4 way as to bring discredit to the county.
(Ord. 78-425-1 § 1 (part), 1978: Ord. 73-425-B § 1, 1973:
Ord. 72425 § 5(QN), 1972.)

Initiation of discipline—Review by
district attorney.

Prior to initiating any discipline as hereinafter provided,
an appointing authority or department head considering
discipline cons_i;’;ting of discharge, suspension without pay
for five or more days, demotion, or cancellation of wages
for five or more days, shall first review the proposed
dJsc1phne with the district attorney of Mono County or
his duly authorized deputy. An appoxmmg authority or
department head considering less serious disciplinary action
than that descnbed above may, in the discretion of the
appointing authonty or department head, review the pro-
posed discipline with thé-Mono County district attorney
or his duly authorizéd deputy. Nothing herein shall be
construed as depriving the appointing authority or depart-
ment head of the powers and responsibilities required in
the exercise of such disciplinary action. (Ord. 78-425-1
§ 1 (part), 1978: Ord. 72-425 § 6(A), 1972.)

2.68.240

2.68.250 Commencement of disciplinary
action.

Except as provided herein in Section 2.68.280 relating
to emergency disciplinary action, disciplinary action shall
be commenced by the preparation by the appointing authori-
ty or depanment head, of a written notice of proposed
action, which nouce shall contain the following information;

A. The ndme of the cmployec to be disciplined;

B. A descnpnon of the action proposed to be taken
and the effective date of the notice of proposed action;

C. A clear and concise statement of the reasons for

which the disciplinary action is proposed to be taken,

including a statement delineating the acts or admissions
on which the proposed action is based;

D. A sutement that a copy of the materials upon which
the proposed action is based is attached to the notice or
is available for inspection upon request;

E. A statement mformmg the employee of his rights
to respond, either orally or in writing, to the appointing
authority ordepartment head within five working days from
the date on which the notice of proposed action is personally
served on said employee (Ord. 78-425-1§ 1 (part), 1978
Ord. 72-425 § 6(B). 1972.)

1.68.270 ~ Initiating final discipline.
Upon the final expiration of five working days from

Meno Coynty upp. 1)
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the date on which the notice of proposed action was person-
ally served on the employee, and after investigation and
considering such responses, oral or written, as the employee
may have made, the appointing nuxhomy or department
head may file a written order initiating discipline, which
written order shall contain’ the followmg information:

A. The name of the employec against whom the disci-
plinary action is to be taken;

B. A clearand concise description of the action taken
and the effective date or dates of said final action: -

C. A clear and concise statement of the reasons for
which such d:scxplmary action is taken, including the acts
or admissions upon which the dlscxplmaxy action is based;

D. A statement that a copy of all materials upon which
the action is based are appended to the notice of disciplinary
action or available for inspection by the employee upon
request to the department head or appointing authority;
and

E. A statement advising the employee of his right to
appeal the disciplinary action to the personnel board, and
a statement that such appeal must be filed and served with
the clerk of the personnel board within ten.days of receipt
of the final disciplinary order by the employee. (Ofd. 78-
425-1§ 1 (part), 1978: Ord. 76-425-E § 1, 1976: Ord. 72-
425 § &(D), 1972.)

2.68.280 Emergency disciplinary action.
Pending investigation by the appointing authority or
department head of charges against an employee that involve
the misappropriation of public funds or property, or upon
a determination by the appointing authority or department
head that the continued attendance of the employee against
whom disciplinary action is proposed would seriously
disrupt the proper functioning of the office or department,
the appointing authority or deparunent head may, in writing,
order said employee placed on immediate paid leave of
absence until a written order initiating final discipline is
filed, or for a specified time not to exceed fifteen working
days, whichever comes first. Such written suspension order
shall be accompanied by a notice of proposed action as
provided in Section 2.68.250, and should the appointing
authority or department head order immediate suspension
based upon a determination that continued attendance of
the employee would seriously disrupt the functions of the
office or department, the appointing authority or department
head shall specify the reasons for such determination on



the notice of proposed action, including therein any act
or admission of the employee upon which such a determi-
nation may have been based. (Ord. 78-425-1 § 1 (pant),
1978: Ord. 72-425 § 6(E), 1972.)

2.68.290 Effective date of disciplinary action.
Disciplinary action shall become effective When either
the employee has failed to file a request for an appeal,
as provided herein below, or at the conclusion of a bearing
when findings have been made by the personnel board.
(Ord. 78-425-1 § 1 (part), 1978: Ord. 72425 § 6(F), 1972.)
2.68300 Personnel appeals
_ board—Composition.

There is created a personnel appeals board to hear and
determine a1l appeals made from disciplinary or grievance
proceedings consisting of one member appointed by the
board of supervisors, one member appointed by the affected
employees collective bargaining unit representative, and
one member appointed by the other two members of the
panel from either (1) the general population of Mono
County, or (2) a representative of the California State
Mediation and Conciliation Service. Appointments shall
be made on a per hearing basis. The clerk of the board
of supervisors or the deputy of said clerk shall serve as
the clerk to the personnel appeals board. '

The personnel appeals board shall meet and hold hear-
ings, as needed, after the regularly scheduled meeting of
the board of supervisors or at such other times and places
as may be appropriate for the convenience of witnesses
and/or the ends of justice. (Ord. 84-425-T § 3, 1984: Ord.
83-425-S § 2, 1983: Ord. 78-425-1 § 1 (part), 1978: Ord.
72-425 § 6(G), 1972.)

2.68.301 Appeals—Procedure.

An employee desiring to appeal 2 disciplinary action
shall file, with the clerk of the personne] board, an answer
admitting or denying, in whole or in part, the allegations
of the final disciplinary order. Matters not admitted by the
filed answer shall be deemed denied. Such answer must
be filed within ten days of receipt of such order by the
appealing employee. The clerk of the personnel board shall
stamp on the answer the date of filing and shall:

A. Place one copy in the clerk’s file;

B. Send one copy to the appointing authority or depart-

ment head;

C. Send one copy to the district attorney of Mono
County; and

D. Prepare three copies of said answer for service upon
members of the hearing body. (Ord. 78-425-1 § 1 (part),
1978.)

47

2.68.280

2.68.302 Appeals—Hearing, .

A. Within twenty days after the date on which the
answer is filed with the clerk of the personnel board, the
bearing body shall conduct a hearing to determine whethér
the final disciplinary order shall be sustained.

B. The bearing shall be conducted in the board room
in the county courthouse in the city of Bridgeport, county
of Mono. The bearing body may conduct such hearing at
a different location when, given the convenience of parties
and witnesses, such different location promotes the conve-
nience of such parties or witnesses and/or the ends of
justice.

C. The chairman of the hearing body, to be designated
by schedule, and the office of the district attorney of Mono
County shall have the power to issue subpoenas for the
purpose of compelling the attendance of witnesses, and
cither the chairman of the hearing body or the district
attorney shall issue a subpoena for the purpose of com-
pelling the attendance of any witness requested by the
appointing authority or the employee.

D. All oral testimony received by the hearing body
shall be recorded in some appropriate form.

E. Hearings shall be private and all persons excluded
therefrom, except the appointing authority or department

‘head, the employee, the attorneys involved, the reporter,

if any, the clerk of the board and witnesses actually testify-
ing, unless the employee files a written request for public
hearing with the clerk of the personnel appeals board at
least five working days prior to the date of the hearing.

F. The appointing authority or department head, and
the employe shall have the right to be represented by legal
counsel, and the appointing authority. or department head

shall be represented by the office of the district attorney .

of Mono County unless the office of the district attorney
is a party to, or a witness testifying in, the matter before
the hearing body. The appointing authority or department
head shall present its evidence first. The employee may
then present evidence and each shall then have the right
to present evidence in rebuttal. ;

G. Any evidence may be received that is relevant and
material to the disciplinary action and the hearing body
shall not be bound by the formal rules of evidence as set .
forth in the Evidence Code of the state. (Ord. 78-425-I
§ 1 (part), 1978.)

2.68.303 Appeal—Findings.

A. At the conclusion of the hearing, the hearing body,
being governed by a standard of proof equivalent-to the
preponderance of the evidence, may sustain the final
disciplinary order, may sustain the final disciplinary order
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modified in whole or in part, or order reinstatement of the
employee;

B. Findingsby the hcanng body, other than reinstate-
ment, shall be effective as of the date of service upan the
employee of the original order for disciplinary action, (Ord.
78-425-1 § 1 (part), 1978.) .

Exhaiistion of administrative
remedies:

Administrative remedies shall be deemed exhausted when
findings bave been made by the hearing body. (Ord. 78-
425-1 § 1 (part), 1978.)

2.68.304

2.68.305 Rehearings.

Having conducted a hearing and made a decision on
an appeal, the hearing body may reopen and rehear an ap-
peal as follows:

A. A petition for rehearing may be made by a person
or party directly affected by the decision of the hearing
body on the appeal.

B. The grounds upon which a rehearirig may be granted
are:

1. Newly discovered evidence which could not, with
due diligence, have been presented at the original hearing
and which appears to be material to the issues involved
and not merely cumulative; or

2. A mistake or error in the procecdmgs which may
have materially affected the result.

C. The petition for the rehearing must be in writing
and must set forth clearly and concisely the grounds upon
which a rehearing is requested and the petition for rehearing
must be filed with the clerk of the personnel appeals board
not later than ten days from the date on which findings
were made by the hearing body. A copy of the petition
must be served upon the adverse party who may, within
five working days, file and serve a written reply upon the
clerk of the board, with a copy of such reply to be sent
to the party secking a rehearing.

D. If a petition for a rehearing is granted, the clerk
of the personnel appeals board shall set a hearing date and
give notice of said date to all interested parties.

E. If the rehearing is denied, notice shall be given to
all interested parties and the action of the hearing body
shall be deemed to be final.

F. Should a rehearing be granted, the rehearing shall
be conducted in conformance with this code and all of the
evidence introduced at the initial hearing shall be deemed
to be in evidence and before the board with only the subject
matter formmg the basis upon which the rehearing was
granted to be considered by the hearing body.
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G. Not more than one rebearing may be had on any
one appeal. (Ord. 78-425-1 § 1 (part), 1978.)

2.68306 Grievance—Definitions.

With respect to the grievance procedures outlined below,
words listed.in this paragraph shall have the following
meanings:

A, “Department head” means the administrative head
of the department involved.

B. “Employee” means an individual occupymg a
position allocated by the board .of supervisors as a part
of the regular staffing of a department.

C. “Grievance” means any complaint conceming the
application of any memorandum of understanding or rules
or regulations governing the personne! practices or working
conditions that the departipent management has the ability
to remedy, except those matters that are within the exclusive
field of management functions. This shall include, but not
be limited to, a disagreement involving the work situation
where an individual employee bchcvcs that an injustice
has been done because of:

1. A deviition from a policy; or

2. The misinterpretation of a policy; or

3. The misinterpretation or misapplication of a statute,
ordinance or resolution of the board of supervisors relating
to the employment of that mdnndual emmployee.

D. “Immediate supervisor” means the individual who
assigns, reviews or directs the work of an employee.

E. “Representative” means the person selected by an
employee to appear with that cmployce in the presentation
of the employee’s grievance.

F. "Supcnor” means the individual to whom an immedi-
ate supervisor reports. (Ord. 78-425-1 § 1 (part), 1978.)

2.68.307 Grievance—Appeals board.

The personnel appeals board described in Section
2.68.300, shall serve as the appeals board for grievances.
(Ord. 78-425-1 § 1 (part), 1978.) )

2.68.308 Grievance—Rule and objectives.

The following are policies that shall govemn the admin-
istration of the grievance procedure described below:

A. Except where a remedy is otherwise provided for
by state law, the Mono County Code, or these rules, any
employee shall have the right to present a grievance ansmg
from his/her employment with the county of Mono in
accordance with the provisions for grievance procedure
outlined in the following section.

B. All parties so involved must act in good faith and
strive for objectivity, while endeavoring to reach a solution
at the earliest passible step of the procedure. The.aggrieved



employee shall bave the assurance that the filing of a
grievance will not result in 2 reprisal of any nature.

C. The aggrieved employee shall have the right to be
represented or accompanied by a person of the employee’s
choice if the grievance is not resolved at the informal level
as provided for in Step 1 of the grievance procedure de-
scribed in Section 2.68.309. This representation may com-
mence when the grievance is presented in writing to the
immediate supervisor as provided in Step 2 of the grievance
procedure.

D. The processing of a grievance shall be considered
as county business, and the employee and his or her rep-
resentative shall have reasonable time and facilities allocated
for the preparation of the employee’s position with respect
to the grievance alleged. The use of county time for this
purpose shall not be excessive nor shall this privilege be
abused.

E. Certain time limits in the grievance procedure are
designed to quickly settle the grievance. It is realized,
however, that on occasions the parties concerned may be
urable to comply ~ith the established limitations. In such
irstances limitaticr s may be extended by mumal agreement
of all parties cozcemed.

F. Failure of the aggrieved employee to file an appeal
within the prescribed time limit for any step of the pro-
cedure shall constitute an abandonment of the grievance.
County management personnel involved in the gricvance
procedure shall abide by prescribed time limits.

G. Any person responsible for conducting any confer-
ence, meeting or hearing under the formal grievance proce-
dure shall give due and timely notice to all persons con-
cerned.

H. When two or more cmployees of the same depart-
ment experience a COmmON grievance, they shall initiate
a single grievance proceeding. The initial hearing of the
grievance shall be by the immediate supervisor, superior
or department head who has the prime responsibility for
all of the aggrieved employees. (Ord. 78~-425-1§ 1 (part),
1978.)

2.68.309 Grievance procedure.
A. Step 1. When an employee has any grievance, or

when any employee becomes aware that dissatisfaction *

exists with that employee’s work or work situation, then
that employee should discuss the matter informally with
the employee’s immediate supervisor. Initial discussion
should be sought by the employee not later than five work-
ing days after the alleged grievance occurred or after the
employee becomes aware of dissatisfaction with the
employee’s work or work situation. The following provi-
sions relating to formal grievance procedures do not restrict
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the employee and the supervisor from seeking advice and
counsel from superiors and department heads when:

1. Mutually consented to by the employee and the
supervisor; or

2. It appears that settlement can be reached at this
informal level. :

B. Step 2. If, within five working days, a mutually
acceptable solution has not been reached at the informal
level as provided for in Step 1 above, the employee shall
submit the grievance in writing to the department head
or appointing authority. At this point, the grievance hearing
process becomes formal and the employee may choose
to be accompanied by a representative of the employee’s
choice. After formal hearing with the department head or
appointing authority, the department head or appointing
authority will render a written decision within five working
days of the date of the hearing and-shall serve a copy of
the written decision on the employee within ten working
days from the date of the hearing. Prior to service of a
copy of the written decision on the employee, the depart-
ment head or appointing authority shall review the written

decision with the office of the district attorney.

C. Step 3. Should an employee be dissatisfied with
the decision of the department head or appointing authority,
said employee, within five working days of the receipt of
the decision, may request that the grievance be presented
to the personnel appeals board for review. The personnel
appeals board shall schedule a hearing, require the presence
of the employes and department head or eppointing authori-
ty to said hearing, take testimony from the employee and
department head, and receive such other evidence as the
personnel appeals board deems essential to a proper determi-
pation, and render its written decision within five working
days from the date of the hearing.

D. Step 4. If the decision of the personnel appeals board
requires board of supervisors’ action, the recommendation
from the personnel appeals board to the board of supervisors
shall be submitted for consideration at the next regularly
scheduled meeting of the board of supervisors. The action
of the board of supervisors shall be final and binding. (Ord.
78-425-1 § 1 (part), 1978.)

2.68.310 Grievance—Confidentiality.
Al grievances shall be treated, to the extent possible,
as matters requiring confidentiality, and all parties concemed

- shall strive to Jimit publicity and notoriety surrounding

the grievance. (Ord. 78-425-1§ 1 (part), 1979: Ord. 72-425
§ 6(H), 1972.)

2.68.311 Layoff—Causes.
The board of supervisors may lay off employees, pursu-
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ant to the procedures set forth in this chapter when, in the
opi.nion of a meajority of the members of the board of
supervisors, any of the following conditions exist:

A. There is an expected or unexpected decrease in
anticipated revenues to the county from any source or sourc-
es; or

B. There is lack of work within any department,
whether by reason of present overstaffing, a determination
by the board of supervisors that there should be a reduction
in services offered by the department, a lack of funds or
for any other reason; or

C. There is a determination by the board of supervisors
that some or all of the services offered by a department
should be discontinued. (Ord. 78-425-1 § 1 (part), 1978.)

2.68312 Layoff—Anthority.

Upon a determination by the board of supervisors that
any of the conditions stated in Section 2.68.311 exist, the
board of supervisors, and only the board of supervisors,
shall have the authority to lay off employees. The board
of supervisors shall have the sole discretion with respect
to the number and classification of employees to be laid
off in ecach department. All layoffs of personnel shall be

within classifications within departments. (Ord. 78-425-I -

§ 1 (part), 1978.)

2.68.313 Layoff order—Seniority.

A. Order of Layofi. Within a department, layoffs shall
be made by classification in the following order:

1. Temporary employees;

2. Probationary part-time emp]oyecs,

3. Probationary full-time employess;

4. Permanent par-time employees;

5. Permanent full-time employees. .

‘Within each of the above categories within a department, .

employees shall be laid off in the inverse order of seniority.
In liev of layoff, any employee shall, based on seniority,
have the option to be placed in any equal or lower classifi-
cation for which he or she is qualified within said
employees’ department.

B. Seniority. Seniority shall be based on total time
within a department in any lower classification plus time
in any higher classification. A break in employment shall
result in loss of seniority previously accrued unless such
break in employment is the result of layoff or
seniority-accruing approved leaves of absence, Any employ-
ce laid off after acquiring permanent status shall, after
reinstatement, regain the seniority credit possessed at the
time of layoff. Periods of approved leaves of absence
without pay in which the officer or employee is entitled
1o continue to accrue seniority shall be crédited as continu-
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ous county cmployment for the purposes of determining
seniority. If two or more employees have identical seniority
and identical time in a department, total time in county
service shall be determinative. Ties among hiring dates
shall be broken by lot. (Ord. 84-425-T § 4, 1984: Ord.
83-425-5 § 3 (part), 1983: Qrd. 78-425-1§ 1 (part), 1978.)

2.68.314 Layoff—Notice.

The employee shall be given written natice of layoff
by.the county at least thirty calendar days in advance of
the effective date of such layoff. The notice of layoff shall
include the reason for layoff and effective date of layoff.
Any employee, whether permanent or probationary, who
has been notified of his or her impending layoff may utilize
up to ten days of accrued sick leave, whether vested or
not, in at least one work day increments, to look for other
employment. Such leave consisting of one work day may
be taken upon at least one work day’s notice to employee’s
department head or supervisor, and leave consisting of two
or more days may be taken upon at least two days’ notice.
(Ord. 84-425-T § 5, 1984: Ord. 83-425-S §3 (part), 1983:
Ord. 78-425-1 § 1 (part), 1978.)

2.68.315 Preferential rehire rights.

- A. For a period of twénty-four months, the names of
permanent employccs who were laid off or reduced in class
shall be placed on the reemployment list for their class
at time of layoff in order of seniority. Any vacancy occur-
ring in the class from which cmployces have been laid
off shall be filled first by a person on preferential rehire
status for that class in order of semonty provided he or
she is available for this position.

B. Employees who have been laid off shall remain
on preferential rehire status for a period of twcnty-four
months after their layoff date.

C. Preferential rehire status cannot be revoked; buwcvcr,
active placement efforts fora person on prefercntial rehire
status may be suspended under the following circumstances:

1. If the person indicated unavailability or if attempts
to reach the individual are unsuccessful, active placement
activities may be suspended. Active placement efforts must
be resumed if the person later indicates availability In the
twenty-four-month preferential rehire périod; however, the
name will be replaced on the list.in lowest position for
that class.

2. If the person declines three job offers at or above
the person’s former job classification, the person’s name
may be removed from the rehire list.

D. When a person is reemployed from preferential
rehire status, the employee shall be entitled to accrue sick
leave and vacation at the same rate at which it was accrued



prior to layoff, His or ber status in relation to probatiopary
period and merit salary increases shall be the same as at
the time of Jayoff. Any unused and unpaid sick leave shall
be reinstated.

E. An individual on preferential rehire status may accept
a temporary position within the department for which he
or she is qualified and not lose preferential rehire status.

F. No temporary employees shall be utilized to replace
any permanent position, part-time or full-time, vacated due
10 layoff procedures. (Ord. 84-425-T § 6, 1984; Ord. 83~
425-S § 3 (part), 1983: Ord. 78-425-1 § 1 (part), 1978.)

2.68316 Health insurance.

An employee who has been laid off may elect to continue
health insurance coverage in the group at his or her own
cost for six months providing that the policy involved allows
such continuance. Health insurance shall cease if he or
she finds other employment. It is the cmployee’s responsi-
bility to make arrangements for such coverage with the
county. (Ord. 83-425-S § 4 (part), 1983.)

2.68317 Seniority lists.

At the time notices of layoff are sent to cmployees, the
county shall post a list of all employees by classifications
and seniority date in the affected departments. (Ord. 83-
425-S § 4 (part), 1983.)

2.68.330 Appointment date. o

For the purpose of determining eligibility for a step
increase, the date of appointment of any employee shall
be: . :

A. For employees hired after the fifieenth of the month,
the first day of the month following;

B. For employees hired on or before the fifteenth of
the month, the first day of the. month such employee was
appointed. (Ord. 78-425-1 § 1 (part), 1978: Ord. 72-425

§ 7(B), 1972.)

2.68.340 Salary step increases.

Salary advancement shall not be automatic, but shall
be given only upon affirmative recommendation of the
department head to the auditor. (Ord. 78-425-1 § 1 (part),
1978: Ord. 72425 § 7(C), 1972.) ‘ T

2.68.350 Salary sdjustment—INew position.
Any employee who is promoted to a position in a class
allocated to a higher salary range than the class of position
which he formerly occupied shall have his salary adjusted
to the first step of the new range or 10 the step having at
least a five percent higher salary than he was receiving
in his former position, whichever is higher. Upon a written
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showing of special qualification; the board of supervisors
may allow assignment to a step within the range additional
to the five percent. A new anniversary date shall be estab-
lished for the purpose of cligibility for future siep increases
as of the cffective date of the promotion. (Ord. 79-425-L
§ 1, 1979: Ord. 78-425-1 § 1 (part), 1978:-Ord. 72-425

§ (D), 1972)

2.68.360 Salary adjustment—
Interdepartmental transfer. .
In the case of the transfer of any employee from one
county department to another in the same class or to another
class to which the same pay range is applicable, the employ-
ee shall remain at the same pay step and shall retain his
original anniversary date. If such employee transfers from
one county department {0 another and also to a new classifi-
cation, the provisions of Section 2.68.350 are. applicable.
(Ord. 78-425-1 § 1 (part), 1978: Ord. 72-425 § 7(E), 1972.)

2.68370 Overtime—Sheriff’s department.
Sworn members of the Mono County sheriff’s association
shall receive compensation equal to one and one-half times
the base salary for such person for all overtime worked,
with such overtime to be defined in the current memoran-
dum of understanding between the Mono County sheriff’s
association and the county of Mono. For all sworn sheriff’s
personinel, other than the sheriff of Mono County, who
are not within any representational unit, such personnel
shall receive compensation for one and one-half times that
person’s regular base salary for all overtime worked with
overtime to be defined in the then current memorandum
of understanding between Mono County and the Mono
County sheriff’s association. Compensation for overtime
as proposed hercin shall be paid effective March 1, 1979.
(Ord. 79-425-K § 2, 1975: Ord. 79-425-] § 1, 1979: Ord.
78-425-1 § 1 (part), 1978: Ord. 72-425-C § 1,1974: Ord.
72-425 § T(F)(1), 1972.)

2.68.380 Overtime—Generally.

A. Definitions.

1. “Holiday” means those days specified by county
ordinance and/or resolution of the board of supervisors
to be county bolidays.

2. “Overtime” means authorized time worked in excess
of the work period of the employée. Time worked by an

* employee in excess of his work pericd, which is to compen-

sate for prior or anticipated future absences, shall not be
considered overtime.

3. “Work period” means the number of hours cus-
tomarily worked by the employee per month, given his
pcsition within the department; provided, however, if the
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work schedule of some or all of the employees within a
department is incompatible with the:monthly work period,
the department head and auditor may agree on a different
work period. o

B. Authorization. Department heads may authorize
overtime for employees within their departments when the
work load in the department requires such overtime, or
when the task or work assigned to the employee requires
work time in excess of the work period.

1. Eligibility. Permanent, probationary and temporary
full-time employees except departmeént heads are eligible
for overtime, '

2. Advance Approval. Advance approval for overtime
work shall be obtained from the department head whenever
possible. Failure to obtain advance approval shall be suffi-
cient, in and by itself, to justify a refusal, by a department
head, to approve overtime,

C. Computation.

1. Hours spent on vacation and sick leave shall be
included in computing actual hours worked for overtime.

2. Holidays not worked which fall on the employee’s
regular work day shall be included with actual hours worked
for computing overtime.

3. Time worked by any employee in excess of the
work period, to compensate for past or anticipated future
absences, shall not be considered as overtime nor included
in the computation of hours worked for purposes-of deter~
mining overtime. .

4. Insuch cases where, duetoa manpower shortage
or similar reason, an employee is requested by his depart-
ment head or department supervisor, to perform duties
within his department, but outside of his regular posi-
tion/classification, the time worked by that employee during
his work period, outside of his own classification, shall
be added to that time worked within classification, for
purposes of computing overtime, In no event shall’a person
employed in two positions with the county be permitted
to use, in the computation of overtime, hours worked in
one classification for the other position.

D. Compensation. All county employees shall receive
payment for all overtime worked at the rate of one and
one-half times the employee’s regular base pay. Computa-
tion for overtime for employees other than sheriff’s per-
sonnel shall be paid effective March 1, 1979. An employee
may elect to apply to the department head for compensatory
time off, in lien of payment for overtime worked. Compen-
satory time off, if approved by the department head, shall
be awarded at the rate of one and one-half the hours of
overtime worked by the employee. The departméat head
has the discretion to deny, in whole or in part, any appli-
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cation for compensatory time off submitted by an employec
of the deparument.

E. Department Heads. Each department head shall have
the responsibility for maintaining records relating to over-
time within the department. Each department head shall
strive to avoid or limit overtime work within the department.
Each department head may limit, according to departmental
policy, the amount of compensatory time off granted to,
or accumulated by, any employee. -~

F. Conflict. Should the provisions of the ordinance
codified in this chapter conflict with the terms and condi-
tions of any memorandum of understanding or similar
agreement, which agreement or memorandum is executed
by, and is binding on, the county, the provisions of such

.agreement or memorandum shall control. (Ord. 79-425-K

§ 3, 1979: Ord. 78-425-1 § 1 (part), 1978: Ord. 72-425
§ 7(F)(2), 1972.)

2.68.390 PERS 1959 Survivors’ Benefits
Program. ‘ :

A. A contract between the board of supetvisors-of Mono
County and the Board of Administration, California Public
Employees' Retircment System is authorized, of which
the nature of the contract is the enrollment of all Mono
County covered employees, elected officers, and appointed
officers (excepting county peace officers) to be enrolled
in the Public Employees’ Retirement System 1959
Survivors’ Benefits.

B. The cnrollment will be effective the date which
is next available as provided by the Public Employees’
Retirement System. Subject to the exception in subsection
A of this section, all covered employees, elected officials,
and appointed officials who are in the service of Mono
County prior to the effective date shall have the option,
through ballot, as to whether to participate in this program.
All covered employees, clected officials, and appointed
officials who join the service of Mono County after the
effective date shall automatically be participants of this
program. '

C. The chairman of the board of supervisors of Mono
County is authorized, empowered, and directed to execute
the contract for and on behalf of Mono County. (Ord. 85+

425-X § 1, 1985.)



